The purpose of this paper is to empirically study the effect of employee involvement in the workplace on job satisfaction for millennial workers in Colombia. Data were obtained from a sample of 2103 millennial employees working in 11 companies of different sectors located in the five main cities of Colombia. Ordered probit models were estimated to study the effect of employee involvement on job satisfaction, in general, and how different forms of participative decision-making in the workplace produce different impacts on individual satisfaction with objective and intrinsic aspects of the job, in particular. The empirical results show that, for millennial workers, there is a positive link between employee involvement and job satisfaction. Moreover, there is a higher positive impact on job satisfaction when millennial workers participate in decisions on general aspects of the company than when they participate in specific decisions such as those concerning teamwork or main tasks at work. Another interesting result is that millennial workers attach high importance to intrinsic aspects of their jobs (such as the possibility to use their knowledge in the work), which may improve their satisfaction in a higher participative environment.
Introduction
Allowing employees to participate in job-related decisions is arguably one of the most popular strategies used by many organizations to increase employees' level of job satisfaction (Harley et al., 2000; Scott et al., 2003; Pacheco and Webber, 2016) . Although there is a substantial body of research that links employee involvement in the workplace and job satisfaction, there is scant evidence of this relationship among millennial (or Generation Y) workers. This generation, which in this study represents the individuals who were born between 1980 and 1999 (Strauss and Howe, 1992; Zemke, et al., 2000; Lancaster and Stillman, 2002) , is thought to be significantly different in terms of outlooks and preferences, in general, and work values, in particular, when compared to previous generations (see the special issue of Journal of Business and Psychology (2010) on millennials at work for a broad discussion on this topic). According to Morton (2002) and Kong, et al., (2016) , one the most important factors for millennial workers is that they expect to be heard in their jobs and therefore prefer autonomy to accomplish the job via empowerment. In this sense, more participative decision-making in the work could produce relevant effects on the well-being and job satisfaction of millennial workers.
Studying the effect of employee involvement on the job satisfaction of millennial workers is also important because organizations could implement strategies that create a more participative work environment for millennial employees that leads to increased job satisfaction and implies more attractive and satisfying jobs for this generation. Job satisfaction may also have an indirect effect on labor productivity because higher satisfaction decreases turnover rates and absenteeism, and increases company commitment (Freeman, 1978; Campione, 2014) .
In spite of these arguments and the generation differences in the workplace, limited attention has been directed to this issue, and only recently has empirical evidence been provided, without distinguishing between generations (see for instance, Blanchflower and Oswald, 2004; Baur, 2004, Origo and Pagani, 2008) . Therefore, this study explores the effects of employee involvement on job satisfaction for the millennial generation. In particular, we have two research hypotheses. First, different forms of participative decision-making in the workplace produce different impacts on job satisfaction. To test this hypothesis, we empirically study the relationship between different dimensions of employee involvement (namely, participation in decisions concerning the company, teamwork and main tasks at work) and overall job satisfaction. Studying this relationship is especially crucial for organizations, as it may offer some useful information for their strategies of attraction, recruitment and retention of employees from the millennial generation and may particularly promote a combination of different participative work environments in the organization.
Our second research hypothesis is that different forms of participation in job-related decisions may have different impacts on individual satisfaction with objective aspects of the job (such as wage, hours of work, labor benefits, and current working time) and on satisfaction with intrinsic aspects of the job (such as the opportunity to use one's own abilities). This hypothesis is tested by analyzing the impact of the various dimensions of employee involvement mentioned above on different facets of job satisfaction. We expect that a participative work environment has a higher effect on satisfaction with intrinsic aspects of the job than on satisfaction with objective or extrinsic aspects. In this respect, Hansen and Leuty (2012) highlight that stagnant jobs are a great deterrent to millennial workers, they prefer jobs where they can have opportunities of being creative, using their own abilities and expanding job responsibilities.
To test these hypotheses empirically, we use data from Colombia. Colombia is a middleincome country located in South America and presents an interesting case study for analyzing millennials' job expectations in developing countries. The extant literature on the millennial generation has focused on developed countries, and we know little about this generation in developing countries; therefore, this study attempts to fill this gap in the literature.
Following this introduction, Section 2 contains a brief review of the literature; Section 3 describes the data used for the empirical analysis; in Section 4, we discuss the econometric model used; Section 5 presents the empirical findings, and conclusions are drawn in Section 6.
Related research
The literature on job satisfaction has recently resurged due to relevant implications for organizations in designing management strategies and thus reducing turnover and absenteeism and improving employee performance (Wright and Cropanzano, 2004; Pacheco and Webber, 2016) . From an empirical point of view, studies have focused on finding the main determinants of job satisfaction. The empirical literature has found that job satisfaction is affected by different factors such as on-the-job-training (Georgellin and Lange, 2007) firm size (Gazioglu and Tansel, 2006) , job stability, autonomy, pecuniary compensation (Kovach, 1995; Sousa-Poza and Sousa-Poza, 2000; Skalli et al., 2008) , work flexibility (Booth et al., 2002; de Witte and Naswall, 2003; Origo and Pagani, 2008) , and work relationships (Sousa-Poza and Sousa-Poza, 2000; Golik, 2013; Campione, 2014; Saridakis et al., 2018) , among others.
Although there is a large and growing number of empirical studies on the determinants of job satisfaction, little attention has been directed to the impact of employee involvement in the workplace on job satisfaction. As seminal works about this issue, we have Morse and Reimer (1956) , Alutto and Acito (1974) , Schuler (1980) , Black and Gregersen (1997), and Freeman and Kleiner (2000) . In all these studies, a positive relationship is found between participative decision-making in the workplace and job satisfaction. However, comparability and external validity are a concern in these studies, because the analyses were carried out on very specific types of organizations.
Among recent empirical studies, we find the studies by Kim (2002) , Wright and Kim (2004) , Van der Westhuizen et al. (2012) , and Pacheco and Webber (2016) . The studies by Kim (2002) and Wright and Kim (2004) were carried out in the specific context of local government agencies in the US, and their results show that participative decisionmaking was positively related to job satisfaction. Van der Westhuizen et al. (2012) empirically study the relationship between employee participation and job satisfaction, using workers' data in 39 countries in Europe. The authors find that workers experience higher levels of job satisfaction as their freedom to participate in job-related decisions increases. In a similar study, with data for 48 European countries and using univariate and bivariate probit models, Pacheco and Webber (2016) find that employee involvement is an important factor in enhancing job satisfaction, although it is not the only factor, and managers should also pay attention to job and individual characteristics to increase the employees' job satisfaction.
It is important to note that the majority of relevant past studies have focused on workers without distinguishing by the type of generation to which they belong. As mentioned by Lyons et al., (2012) , and Lyons and Kuron (2014) , there are important generational differences in the workplace, but the empirical evidence reports mixed and inconclusive results, which makes generalizations difficult. To date, there has been no investigation of whether employee involvement enhances job satisfaction among millennial workers and how different forms of participation in job-related decisions may have impact on facets of job satisfaction in this generation of workers. This study attempts demonstrate these relationships.
Data and descriptive evidence
We use data from organizations located in Colombia, which is a middle-income country located in South America. Colombia is characterized by positive and stable economic growth, but it presents high levels of poverty and inequality and poor labor conditions. 6 According to Table 1 , the annual GDP growth rate in Colombia was 2% in 2016, while the percentage of people living below the poverty line was 5.7%, and the Gini coefficient was 53.5%, very high values compared to those in neighboring countries. Regarding labor market variables, Colombia has a marked heterogeneity in terms of high levels of informal employment and unemployment. In Colombia, six out of ten workers are employed in informal jobs, and the unemployment rate is of approximately 10%, which are the highest rates in Latin America. In relation to the millennial population, using as a proxy the population aged 20-34, Colombia presents a pattern very similar to that in other countries, where millennials represent between 20 and 25% of the total population. The data used in this paper come from individuals who work in 11 organizations of different economic sectors (industry (5), commerce (1), construction (1), and service (4)) located in the five main cities of Colombia, namely, Bogotá, Medellín, Cali, Barranquilla and Bucaramanga. An online survey was sent to workers of these organizations, and to maximize the survey's response rate, workers were coded for tracking purposes. The human resources department of the organizations sent e-mails reminder, and nonrespondents received a personally addressed reminder. The information was collected on personal and family aspects (such as age, gender, education, place of birth, where they currently live, socioeconomic stratification where they currently live 8 , parents' education, and if they currently live with their parents), labor characteristics (such as wages, years in the current job, occupation, area of the organization where they work, job satisfaction, and stability), and attitudes and behaviors towards employment (that is, intention to leave the company, manager feedback, behavioral empowerment, psychological empowerment, and work-life balance).
In total, 2516 participants responded to the survey with a response rate of 96.8%. We excluded the incomplete responses to the online survey, which leaves us with a sample of 2436 workers. It is important to note that the population targeted with the online survey included both millennial (≤ 37 years old) and non-millennial (> 37 years old) workers. However, more millennial workers responded the survey than non-millennials: 2157 (88.5%) vs 279 (11.5%), respectively. By using the sample of millennials, which is the target population of this study, and deleting the observations with missing values in any of the variables of interest, we finally have a sample of 2103 workers for the analysis.
In the online survey, participants were asked to provide a rating on a four-point scale with reference to their job satisfaction (1=completely dissatisfied, 2=dissatisfied, 3=satisfied and 4=completely satisfied), taking into account five aspects of their job, namely, satisfaction with the job, pay, hours of work, labor benefits, current workday and opportunity to apply own knowledge in the work. In this study, we use three measures of job satisfaction: overall job satisfaction, satisfaction with objective or extrinsic aspects of the job, and satisfaction with intrinsic aspects of the job. Overall job satisfaction is measured by a single rounded factor in which the six dimensions were equally weighted; extrinsic job satisfaction corresponds to the rounded mean of the values related to job, pay, hours of work, labor benefits and current workday; and intrinsic job satisfaction is related to the opportunity to apply one's own knowledge in the work. The values of the Cronbach's alpha associated with overall and extrinsic job satisfaction are 0.84 and 0.82, respectively, which indicate the reliability of the two measures of job satisfaction.
In terms of the employee involvement in the workplace, our main explanatory variable, the online survey contains questions providing information on different dimensions. In particular, it is possible to obtain information on participation in decisions concerning the company, teamwork and main tasks at work. These variables are measured by the following questions in the online survey: "Have you developed ways to improve the effectiveness and efficiency of your company?", "Have you developed new and better methods to help your team to improve performance?", "Have you developed new ideas to improve the way in which you perform your tasks?" The answers to these questions are measures on a five-point scale (the lowest value corresponds to "strongly disagree" and the highest to "strongly agree"). From this five-point scale, we generate a binary variable for each dimension of employee involvement, with representing 1 agree and 0 disagree. We also create a measure of general employee involvement as a composite indicator based on the three different indicators (Cronbach's alpha = 0.83).
In Table 2 , we show some descriptive statistics of overall, extrinsic and intrinsic job satisfaction. We note that millennial workers are quite satisfied with their jobs: approximately 92% of workers are satisfied, and less than 1% are completely dissatisfied. When distinguishing by different facets of job satisfaction, we observe that intrinsic job aspects show higher dispersion and are on average more favorable than extrinsic job aspects: the average scores are 3.44 and 3.28, respectively, and the difference is statistically significant (t=11.5). It is also possible to note that 50% of the millennial workers are completely satisfied in terms of the opportunity to apply their own knowledge in their work. It supports the fact that although the millennial workers do place importance on financial features of a job such as pay and benefits, they place a high level of importance to nonfinancial factors such as chances to demonstrate their talents and career development opportunities (similar results are found by SHRM (2016)). Table 3 reports the average effect of the employee involvement variables for satisfied and dissatisfied workers. We show descriptive statistics on these variables and other control variables used in the analysis in Table A1 in the Appendix. We consider satisfied workers as the workers who indicated that they were either satisfied or completely satisfied with their jobs, while we consider dissatisfied workers as the workers who reported that they were either dissatisfied or completely dissatisfied.
The data in Table 3 show that satisfied workers present a higher incidence of any form of participation in job-related decisions on job satisfaction, and the differences in mean values are statistically significant, indicating the existence of a positive relationship between job satisfaction and employee involvement. Workers who are satisfied with intrinsic aspects of the job are more likely to participate in decision-making in the workplace. Regarding other observable characteristics, there are no significant differences in terms of gender and age between satisfied and dissatisfied workers, but there are important differences in terms of education: satisfied workers are less educated than dissatisfied workers and this holds for any type of job satisfaction. This result suggests that the education is an important characteristic among millennial workers in determining job satisfaction and its relationship with employee involvement. 
Econometric model
In this section, we present the empirical strategy that we follow to analyze the effect of employee involvement in the workplace on job satisfaction. We adopt the traditional latent variable approach, where the unobserved (continuous) job satisfaction level ( * ) o the latent variable is determined of the following way:
where is a vector of exogenous controls for the worker I; represents a vector of employee involvement indicators; , and s are parameters to be estimated; is the parameter of interest to be estimated; and is an error term. Because of the ordinal nature of the dependent variables and the assumption that the error term is normally distributed across observations, an ordered probit model may be used to obtain the estimated parameters.
As mentioned, we have three measures of employee involvement: participation in decisions concerning the company, teamwork and main tasks at work. These three measures are binary variables and are included jointly in the econometric model to take into account the effect of different forms of participation in job-related decisions on job satisfaction. Additionally, we estimated a model using a measure of general employee involvement as a composite indicator based on the three different indicators.
The vector contains the variables that measure a standard set of individual, family, and labor characteristics, as well as variables related to attitudes and behaviors towards employment. In terms of individual attributes, we included years of education, gender, age and its square, civil status, socioeconomic stratification dummies, and city dummies. Turning to family characteristics, we included the presence of children at home and whether the individual lives with his or her parents. As labor characteristics, we included the number of years in the current and its square, occupation dummy variables, and organization dummies. To control for workers' psychological attitude and behaviors towards work, we included variables concerning the workers' perception of their organization in terms of having pride belonging to the organization, being respected and heard, having work stability and considering the manager to be understanding. All these variables are included as binary variables in the econometric model. Table 4 reports the results of the ordered probit model distinguishing by the measures of job satisfaction as dependent variables and general employee involvement and its types as explicatory variables, controlled by other factors mentioned in the above section. The estimates show that employee involvement significantly increases job satisfaction. The estimated marginal effects in Table 5 show that general employee involvement increases the overall probability of being completely satisfied at work by 9.4 percentage points.
Results

Baseline estimates
In terms of the effects of different forms of participation in job-related decisions, it is possible to note that participation in company-level decisions presents the greatest positive impact on overall job satisfaction, followed by participation decisions on main tasks at work and teamwork. The estimated marginal effects show that employee involvement in decisions on the company level increases the overall probability of being completely satisfied by 9 percentage points, whereas this probability increases by approximately 7 and 4 percentage points when the employee involvement is related to main tasks at work and teamwork, respectively. These results suggest that millennial workers may be more satisfied (and hence more productive) if they can be involved in the decision-making process and guide the course of not just their own tasks or the tasks of a team but more general aspects of the organization. The estimates by type of job satisfaction in Table 4 show that general employee involvement has a positive effect on both extrinsic and intrinsic job satisfaction, and this positive impact is higher when considering satisfaction relative to intrinsic aspects of the job. Notice, according to the marginal effects in Table 5 , that general employee involvement doubles the probability of being completely satisfied with intrinsic aspects as opposed to being completely satisfied with extrinsic aspects: 18 vs 9 percentage points.
The findings distinguished by type of employee involvement reveal that the different forms of participation in job-related decisions have a positive impact on different facets of job satisfaction. In particular, the results highlight that participation in decisions on the company level presents the highest positive effect on both extrinsic and intrinsic job satisfaction, and in turn, this positive impact is more pronounced when considering satisfaction relative to intrinsic aspects of the job. In this case, the estimated marginal effects show that when millennial workers participate in decisions that involve aspects of the functioning of the organization, the probability of being completely satisfied with intrinsic aspects increases by 15 percentage points.
Overall, the results suggest that millennial workers confer higher importance to nonmonetary aspects of the job, which are more likely to be improved by a participative work environment related to decision-making on the company level than by a participative work environment related to decision-making concerning their own tasks in the workplace or teamwork. These findings are in line with the findings of Kultalahti and Viitala (2014) , who study millennials' perceptions of work motivation from a qualitative perspective and show that intrinsic aspects, such as interesting work content, work flexibility, a possibility to learn and develop at work, a good atmosphere in the work community and a nice supervisor, are key factors of motivation at work for millennials.
Instrumental variables
One aspect to be considered in the estimation is the endogeneity bias caused by the simultaneous determination between job satisfaction and employee involvement: satisfied workers end up in job-related decisions roles and workers who make job-related decisions are more satisfied. It is also possible to think this endogenous problem to the existence of unobservable worker or workplace characteristics that are correlated with both job satisfaction and employee involvement. For instance, the management style might be such an unobservable factor. It is possible that an effective manager simultaneously provides higher job satisfaction for workers and employs techniques to create a more participative work environment for them. Thus, part of the effect of employee involvement on job satisfaction might in fact be due to the effect of management style on job satisfaction, resulting in biased and inconsistent estimates (Heckman, 1978 and 1979) .
In the recent empirical literature on job satisfaction, there are several ways to address the potential endogeneity problem. For instance, Di Paolo (2016), McCausland et al. (2005) , and Mohr and Zoghi (2006) use econometric models that simultaneously estimate the job satisfaction equation and the endogenous variable equation. On the other hand, Linz (2003) , Bauer (2004) , and Origo and Pagani (2008) , taking advantage of detailed employee surveys. included a large set of variables on individual characteristics, as well as variables on workers' psychological attitude and behaviors towards work and life, to control for unobservable individual characteristics and thus mitigating the endogeneity problem.
In this study, we follow both strategies to address the concern of the potential endogeneity of employee involvement. Our models currently include a set of variables that control for individual, family, labor characteristics, as well as aspects related to attitudes and behaviors in employment, which may capture unobservable individual effects. However, we think that this set of controls is not sufficient to correct the endogeneity problem, so that we choose to estimate the job satisfaction equation and the employee involvement equation simultaneously. The use of a nonlinear model to fit the data complicates the estimation, and a two-stage procedure commonly proposed for linear estimations may lead to wrong conclusions (Heckman, 1978; de Ven and Praag, 1981; Wooldridge, 2002) . Therefore, we follow the approach proposed by Miranda and Rabe-Hesketh (2006) , which consists in a maximum likelihood estimation that simultaneously estimates both equations and allows by an ordinal response in the dependent variable that depends on an endogenous dummy variable. Heckman (1978) and Wilde (2000) demonstrate that multiple-equation non-linear models with an endogenous dummy regressor do not require the use of an identification restriction to estimate the effects consistently. However, Miranda and Rabe-Hesketh (2006) recommend using at least one exclusion restriction as a good practice to identify the system of equations. We use the years of education of the mother, father and spouse as exclusion restrictions for the identification. In many studies, family background variables have been used as exclusion restrictions in labor market output models Neumark, 1993 and 1995; Parker and Van Praag, 2006) , and they have shown two main advantages compared with other exclusion restrictions: they are available in many datasets, and they present strong correlations with the endogenous variable (Hoogerheide, et al., 2012) . The basic idea behind these exclusion restrictions is that the family background can to some extent explain the performance of individuals at work in terms of being more or less active and proactive in their jobs, but they do not explain the degree of job satisfaction, which is determined more by labor aspects than by family aspects. Table 6 displays the estimates obtained using this approach in the case of general employee involvement. 9 We can observe that of the three identifying exclusion restrictions, the father´s education is the most statistically significant variable and presents a positive impact, indicating that individuals whose fathers are better educated tend to participate significantly more in job-related decisions. In terms of the estimates, the results are quantitatively similar to those found in Table 3 : employee involvement increases job satisfaction, and this positive impact is higher on intrinsic job satisfaction than on extrinsic aspects of the job.
To test the endogeneity of employee involvement, Miranda and Rabe-Hesketh (2006) propose a test on the correlation between the residual terms of the job satisfaction equation and the employee involvement equation, namely, rho. If rho = 0, the employee involvement variable will be exogenous, while if rho ≠ 0, employee involvement variable is correlated with the residual term of the job satisfaction equation and therefore will be endogenous. A simple likelihood-ratio test (LR test) can be used to test the null hypothesis that rho = 0. At the bottom of Table 6 , we report this test, and we find that the null hypothesis is not rejected at the 1% level of significance, which suggests that the employee involvement variable is exogenous, and consistent estimators of and are obtained by fitting model (1) with an ordinary ordered probit regression. These results are consistent with the fact that the estimations are very similar using the simultaneous approach and the ordinary approach. 
Conclusions
In this paper, we investigated the relationship between employee involvement in the workplace and job satisfaction for millennial workers. The aim of our analysis was to empirically prove the hypothesis that millennial workers prefer a more participative work environment, which leads to higher well-being and job satisfaction in this generation of workers. We also analyzed whether different forms of participative decision-making in the workplace, that is, participation in decisions concerning the company, concerning teamwork and main tasks at work, produce different impacts on overall, extrinsic and intrinsic job satisfaction.
Through the use of data of millennial workers from Colombia, our results show a positive link between employee involvement and job satisfaction. In quantitative terms, the results evidence that employee involvement increases the overall probability of being completely satisfied at work by 9.4 percentage points. We also found that there is a more positive impact on job satisfaction when millennial workers participate in decisions on general aspects of company than when they participate in specific decisions such as decisions concerning teamwork or main tasks at work. This suggests that millennial workers may be more satisfied if they are heard at the highest levels of the organization, where their participation may have a higher impact.
Another interesting result is that the positive effect of employee involvement on job satisfaction is greater when considering intrinsic aspects than when considering extrinsic aspects. This pattern holds when we distinguish by different forms of participation in jobrelated decisions, and it is possible to note that participation in decisions on the company level presents the highest positive impact. These results imply that millennial workers attach higher importance to intrinsic aspects of their jobs (such as the possibility to use their knowledge in the work), which may improve their satisfaction in a participative environment.
This study presents some limitations that may be points to future research analysis. First, given the cross-sectional nature of the data, we are unable to include individual fixed effects and control for the time invariant personality traits of workers in our sample. Second, data were collected via self-report of workers, which could imply a bias by the individual's feelings at the time they answered the online survey, thus affecting measurement of the variables used in the analysis. Third, future research should include millennial workers employed in the informal sector, that is, activities not regulated or protected by the state. According to García (2017) and, Medina and Schneider (2017) in Colombia roughly six out of ten employees are not covered by the social security system (health insurance and pension system) and the informal economy accounts for around 33% of GDP. In this study, we made use of data of formal organizations and given the sizeable of the informal sector, it is important to take into account millennial workers in this sector to consider more closely the reality of these countries and build a more adjusted labor profile of the millennial workers in developing economies. 
